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the studles A¢soribed belew sre bused upon the analysis of tm lesderenip

problem presanted in b neport cated spril 23, 1u45, “Sumnury of vre “tatus
of the Huasuremans ¢f le asrship". This repo-t hus sugyested Lhat & o~
reehensive progran i researcr is vecossary befors any real progress can be
expected, I% was poipte® Gut the tiree major areas for rasearocn: analysis
of eritoria, dovelopment of messurement techmigues, aud traiping and evalua=-
Yiune Beverel of the stulies to be suprested may be oonsidered imprsctical
1 the light of prirent attitudes voward the anount of effort and time that
should be sxpended on the study of lesdershine. Yimce these attitudes are
subject to chempe W th time, it wes considered desirable to use lmportanse
and promise of gutributing v the solubion of L{he le dership problem as the
eriteorion for inclusion of research suggestions.

Criterion Studies

1. Helation of Officer Candidate Sehool leadership Hatinss to Combat
Performence=- 1he purpose of Lhis study would be to determine tne dezres to
whioh officer candidate sohool ratings are predictive of actual periarnce
in a tieatre of operation. 4 posaible by-product would be date on relation-
ships of field performance to 1life history date. Future progress in the so-
lution of tho leadership problem depends in good purt vpon ths establishnent
of of ficer camdidute scnool lsudersity ratings as velid predictors of combat
performance, Ihese rutings are the most aocessible oriteria for use in lerder-
ship studies, Therefore, it is vitul to test their relevamce,

To collect the recuired data it would be desirable that & representutive
of the Personnel Research Section be sent to the theatre of operation. 48 the
aru which produces the greatest nunber of officers, the Infuntry seoms to be
an ideul source for tnis study. The liorth African theatre of operutions would
probsbly provide the largest scurce of field ratings in Infuntry. It is pro-
posed tint company comuanders of Infantry be asked to designate whick com=-
mnissioned officer platoon leader they oconsidered most valuable to and whioh
leader they considored lesst valuable to their company. Ancthor metnod of
securing ratings aight be to give the company oamnender a list of poselble
platoon duties and ask him to indicate which ~f his platoon leaders he would
expeot to bo most successtul in thelr vzeouticu. _—

It should be possible to colloct proupe of between £0 to 100 “most and ==
least valuable" platoon lesders. It is probuble that &ll or mest of tuese
offfcers will be graduates of the Infuntry School. Othor inlormation cole
lected would be us follows:

ae In the fileld:s
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Dute of arrival ip theatre

It may se possible o arrange to secure all of the informee
ticn froau Form 88«13 s.g., tost sowes, cooupationnl alstory,
military history, hobbles, recreastiomal ~ctivitles, ete.

b. Froa the 201 Plle, A 3
shen a8 UCS graduate is somsissicned, nis Fora 40 goes into
the 201 File, &40, The juforwation froe the Fora 20 could be
used to suppleuent or substitute for the infora tlon tras romm
86"1.

¢. From the Iniastry Schoel, rort Beoning, Yeorgies
leadership ratings
Aoadenio ratincs
Any anesdotal materials iust should nappen $o be availables
847+, whother ocundidutes cwne up before 30 day or $0 dauy boards.

2. Feotors influenoing officer caudidate school lsedership retingse-
The purpose of this study would be to annlyze the present criterion of lender-
ship-~tu dotermine the degree of its dopendence on such factors as pnysig:e
and bearing, and acadamio wohicvement. If officer candidate scnool leadership
ratings are valid, :ne of she wost direct wethods for devieing me -hods of
predicting thes is to analyse the fsetors influencing them. Ilhe andlysis of
the oriteri on is one of the Lrelo pripedrles of personnel und industirial
psychologye. JSince intraeplatocn and lnstruotor rsbings botn enter into the
final rsting, sach enould be mace the subliwet for sy dy.

Soparate asalyses ahould be .ude of igtru~platoon and instructer ratings.
One nethod would bo to bake two groups « f cundidates, vne roted high and the
other ratec low. Then gather indevendent ratings of tielr physique, genersl
bearing, scademic rating, el.cutlonul level, apd an) othe r charsctoristios
whick sesned imnortent,

3. attenpt to develop a new criterica~- The purpese of this study would
be to develop & oriterion whioh would not nsve o Lo “erived from goneral
ratings. Thus .ar, in attenpting to ceterwmine whother men are gocd or bad
leaders, it has been :.goessury to ask either their fellows, followers, or
superior officers to rute them. I[his fnvolves the di:{ieulties related to
unanochored soales and the faot that the rabtc s must try to think bsok on
thelir observations of the individuals ruted. 1t aay be possille to develop
e 11t of observations of lsaderefollover interactions whienr wouid be useable
either in olfdicer cendidate s0loole or in unita, = list of this type would
provide a nore dircct busis for rating meu for lesde~ship. 1t ie nssuued
that & suocessfully ~evoloped list would provide a basis for showing that «n
individual now is or is aot o good leuder.

The proposed proocodurs would be ms followss

a. Interview coabat offlcers who have aesn action, to zatler idess
about important leader group interactions.

b. Interview instructor~pls«toon leadere ut offlour csrndldate
schools aud any othurs who ure olose to the problem.

c. Observe a number of squads iu {leld probleause at OUS,

d. From the idess and suggestions guioed in &, b, and o, draw up
a first draft of & sories of leader-followe r intorcotions.

e. Try out obecrvation list in actual field situstions studying
the agremsent betwegn raters amd tiv troquency with which itetis are ohecked.
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1f satisfied that observation sheet will work, write up hypothetical
descriptiocn of leaders based on variocus types of profiles that could be de-
rived from sheot, 4sk of ficers and enlistod men of some experience to in-
dicate which desoripti on provides the best fit to the best platoon leader chey
have known,

Dovelomment of Meawsursment Teohnicues

Thus far, the study of leadership testa has been coniined to sumpling
populations in officer candidxte school., 7This sample i s narrow in scope
since we nay assume that officur candidutes represent selecied populations
in terms of lesdership as well «s mocadeniec aptitude. To expand the sample
populations the following groups should alsc be tested.

a, Fnlisted men (noneoffiesr oandidutes) with General Classifica=-
tion Test scores of 11C ani above,

be Officers with combat experience=-lhose accessible would neces=
arily be small in number,

l¢ “"Rumner Test"~ Lel, X=1l-- This test should be given another trisl,
trying Copeland's method of s coring.

2. Preferense Test Plel, X~lwe Future work with this test will depend
en resulte of analyeis ol data on hand,

3. Strong Vocatiomml Interest lTeste~ It is possible that ap {ndividual's
vooational attitudes are related to his susceptidility towurds becaming & good
leader. Perhape individuals who have attitudes typiesl of men in business
contact fislds ure more suscepbidble toward becoming good leeders. Peorhaps
2 men's susoeptibl lity of besoming a geod lesder iz related to tw am or
sorvioe in whioh'e would operate im relation to his vocational astitudes.

The probability of either of trasr hypotheses may not be vory rreat, but the
more unsuccessful we are in finding an effective metisurement technigque the
more we should try "long shots™ that have some plausibility., We mirnt start
by testing ome cr two platoons iu an officer candidate sohool.

4. Goodonough-rhur&:one ¥ree “gsccation Teghnique=- The meusurement of
personality by projeotire techniques has a great deal of face validity insofur
as projootion is intimutely associated with cur goncepts of personality. Their
ohief drawback is that tley do nol appear smenable to group administration or
objective interpretation. As a projective type of nsasurement which is mae-
tieal for the present Army selection program, the Goodencugh~Thurstone method
should be given & full trial, Appended are lists of homenymic stimulus words
used by Uoodenough and Thurstone, Thes: lists should be revised and expanded.
lorge's Semantic Frewenoy Count should aid in seleotion cf homonyms which
bave frequently used interpretations., After a list ie developed, it should be
tried ocut cn enlisted men with General Classificatica Test scores of 110 or
greater, Goodenough's idea of presenting it as a gpsed of A gsociution test
looks like & ocd one. After the list 18 roviced on the basis of this trial,
1t should be given to olasves at two or mors officer candidete schocls as
well s to combat offdcers, Frum oriteria groups based on leader:hip ratings
in officer candidate 8chool, an attoopt to key the test would de ande, e
aight then atteapt to differentiste enlisted men, officer candidutes &ud com-
bat officers.

§. Selecting valid lino officor interviewers== The study of the wvalidity
of the leadership retings of line officer interviewsrs showed that there was a
considerable degrese of variation botween interviews, ie may prove xmore suc-
cessful in developing a teohnique for selsoting betier judges to oit om officer
oandidate velection bhoards tlan in developing &« methad of wsasuriny leadership
umtly.
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This study requires & situation where it would Le possibtle to have 1C to
16 {nterviewere fnterview st least (0 candidutes euchs It may be necessary to
set up & design of experiment of the fleld plot type us.d in agricultural ree
search. For exwaple, grouvs of 10 officer interviewsrs wuld interview two
or more classes of candidutves, ons group to & cliss at two or more schools,

The covariances could be analysed Letween schools, between 0las:es und bebween
individuals,

Intensive studles of the interviewers would be mace, using life history
snd test data., Life history snd test data would then be studied in relatien
to the interviewer's suocess se & judge of leadership ubility, It is poa-
sible that these data will provide a praoctioal method for selecting officers
to sit on officer onwndidate scleotion boards.

6. Jhe comparison of the velidity of judgments of a line officer ine
terviewer and of a trained olinical psychologist.~~ This is & study which
ocould be added to the one above, It wouid provide some basis for estimating
the japrovement in leadership zeleotion bto be expected by speciyins more
teohnionl psychclogically treined office-a for selsction bourds, 1t would
invelve & camparison of two types of interviews the pure life history criented
end the interview observation typos., 1lhe ompnasis in the linc ofciecer intere
viows siould vontinus to be the one ~utlined in AG' Fora 240, The cliniesl
psychologist interviewer should be one whose training presumably permits hia
to work in%o his judgments cbs rvations of behavior in the interview, e
should be uble to use the interview o croduce reuctions which will rive
opportunities for judgment making,.

7« The development of situaticual methods of weusurling declsiveness
and ability to undergo physlowl struin-- Situational mothods of studying loader-
ship ability are virtually untried und untesteds The rutiopale behind this type
of neasurement is ome whioh is applied with comsidereble swcess in personnel;
nanely, that ue test situations uporoioch tte status of ministures of tie bew
ravior to be prudicted, they improve in walidit:. The diffioulties in lmple~
wenting this method for prediction of leadersnip is largely respousible tor its
neglect, uowever, 1t 1s poasible that pruotioul tests sould be develeved,
if specific leudership behaviors are ohosen to be predicteds In reuding dise
oussions of combat lesdership, one yulns the ilwpression chat, aside lrom actual
ailitiry knowledge, decisiveness of uction and the «Lility snd desire to push
oneself in the fuoce of severe physioal strain are isportant churaucteristics of
¢00d leadership. It zmy be poasible to doviso situatlons thut wo 14 reflect
potential abllity for these aspeots of lesdersiip.

Yhe following sre Jxsaples of situations that wm.ght work!

s, Deolsiveness or willingness to commit onvsslf=- Tell the candidate
to assuse that he i2 the occmmander of a coapuny and foels that his nmen are low
in morales 4s one of the weys of building up tholyr morale, he chovses to try
o sive them w good firhting slogan,

Tho candidate is then presvnted with a liet of slogans in whloh he is
told that nis rirst turk is to rank thesc slogens ror sggressiy nssa, ne
should be cautionsd to disregurd judgments aa to thelr goneral vai.ve Yhe
slogans should all be simply stated so us to eliminete any verbal faotors, Mey
should renresent a vory uwrrus rango of agyressiveness, The time takes to
arrive at s ranking might be an ob'ectivo fudex ol leolsiveness. 20re sudbe
Jootive t:pes of voservations would be t'we directod at lntorpretations of the
oandiduates' attitudes towerd tho situation through oral jntrospections, fuolal
expression, body positions, depree of tension cr relaxation,

b. M1linguess to underpo physioel (and/or psychological) strajne-

The situation ohcscn aliculd bo one iovolving ¢ resscmable degree of physical
fitoess and the subgect's willingnees to updergo strain. It i: possidble
that & variation of the step-test mizht work. ihe degree to which the subjeot has
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puched hiaself as indioeted by his pulse rate when he atops may be a sig-
nificant indicator of his willingness to push himself. The cand:dute would
be told tut ho should keop going we lang as he oan and that the length of
time will be his score,

It is possidble that the bLest way to work out tiese tests 45 in consultution
with officers at ap offioer cundidute school, In this way it would be pos-
sible to keep prectiocal limitstions in miud,

Troining snd Evaluation Studies

At this stage it fs not possivle tc We very definite in the suggzestion
of studies in this area, It seams probable that the best ideas would be de-
veloped by having a representative spand & perl od of tlme &t an officer cundie-
date school. The procedures outlined in comnnection with the discussion of the
developuent of a new oriterion of lesdership sho:ld also lead to the development
of treining methods. In thinking about situutions which would reflact leader-
ship, one should find situationg whieh co:dd be introduced into the officer
candidate sohool training program. +‘he kind of criterion developed in the
method cited above would lend itsels to use for evaluation of training.




